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ROUTING AND RECORD SHEET 

INSTRUCTIONS: Officer designations should be used in the “TO” column. Under each comment a line should be drawn across sheet 


and each comment numbered to correspond with the number in the “TO” column. Each officer should initial (check mark insufficient) 
before further routing. This Routing and Record Sheet should be returned to Registry. 


FROM: 




NO. 


Assistant Director (Personnel) 


DATE 

22 January 19^2 

TO 

NO 

DATE 

OFFICER’S 

COMMENTS 
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Classification downgraded 


Approved ^ Release 200^/08/21 -CJA-RDPSOROl^lftOOIJtefflifflMm^ by auth. 

W ■Sfism » H i&s. Memo dtd 12 Feb 52, 




Irji .OPu-'U'IiJIili Director, Central j.ntelligence 


after Tab Edetached, 

3 Office of^Inspector Gen. 

I ike cc!-'?- . s.j stxy 

22 Jajiuary 195 p>_ 

^ 




SU?iJDCT 


Chairman, Career Service Committee 
Progress Report 


□ 






Bk'i 


1* T he Prcoblemi Organization and Procedure (see Tab A.) 

The Career Service Coimirlttee iras charged vdth submitting to you 
a olan for a Career service. Six ’'.iorlcing Grou'os iTere organized and each 
i/as^assirped a series of problems. The '.Torking Group on' Selection Cri- 
teria md the V/orking Group on .Smoloyee Eating have comnleted their assi^'n- 
ments (see labs C, D and G) and are malcing their final reports. .A new 
./brxing Group is beang organized, ^replacing these tvro, '.Thich tri-ll develoo 
the next phase of the ploiining. It vdll be expected to complete .its as- 
sxgniuent jji February. The t/orking Group on Career Benefits" is expected 
to complete in February that part of its assignment which does not require 
legislation (see Tab h). The ’./orking Groups on Trainees, jiktcnsion Training 
cnd^Rouatxon (see Tab F) are expected to complete their assigrunento and i.aaice 
unoxi- final reports in Februanjr. 

2. The C a.reer Service Policy (see Tab 3) 

The Committee firmly believes that the policy underlying the estab— 
Ixshment of a Career Service ^in the Central Intelligence /agency must be 
announced ^by tne Director. .Lt also must receive wholehearted and active 
sup-oort of all executive and oupex-visory personnel. The Comiittee has 
drafted a_ proposed statement of policy (see Tab B) viiich rrould be signed 
by uhe OCx and distributed to all Agency personnel. This policy offers a 
-ersonnel Prograjii^and a Development Prograin xdthln the framerrork of a Career 
Service in GI'.,. It is designed to banish from the indivii.dual » s inind the 
xear ‘onat 'the ^Career Service Program is a scheme for creating an "elite 
corps". The issuance of such a statement would mark the beginniir^ of the 
C.areer Service Program. 

The Development Progra m (see Tab C) 

j-iligibilitj?" xor participation in the Development Program of the 
Ciireer icrvice Program is based on tiTO fundamental c 


cnditions : 


a. The individual mxist declare his intent, to the best of 
hj.s ability, to make a career of employment mth CjIA. 

b. He must have proved Ms ability and have tlxLs certified 
by his Office. 

ihe Career Service ^Boards (see belov/) vdll deter.nine the development pro- 
gram for eacn participoiit, basing it on the needs of the Agency and on the 
potentiality of the indivi.dual . ^ 
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Ii-. a-noloyee Evaluation (see Tab D) 

Systematic evaluation is a valuable nieajis of insuring good 'Tork 
relations, betier performance, lower turnover. It is also the first or- 
GerljT- step xn selecting certain persons for advance?nent or development, 
j.t IS tiie cornerstone on t.iich a Career Serv5.ce can be built. The oro- 
?osed_ Personnel Evaluation Reoort is also designed to oerrit more advanced 
tecxiniques oi selection to be applied for special P’urposes. 


5. Career Benefits (see Tab E) ^ 


benefits, not now available, can be instituted, by 
bne^. 0^1 unaer exisping authority. Others would require legislative action, 
-o IS recognized as practical matter that, while there are many intan- 
poles, canecr benefi-os provided by the .■.gency are imiortant factors that 
,-ncuce large xmaoers of persons to o.ecide to make a career of emolow,i 3 nt 


6. Rotation (see Tab F) 

7. The Career Service Boards (see Tab G) 

X. , „ compartmentalization required 5.n Cl.b on a "need- 

n-lmow opip^^ana phe hign degree of specialization that is rermired in 
vae sepral Ofiices in order that they may discharge their missions, de- 

Thrj- ox- the Career 3ervi.ce Ri^ogra:a is esLntial. 

> 1 pard, at tne .uCI level, ’.rill determine oolic'T on 

benali ox Uxio continuously review the actions of f’e lo pr'boaros and 

recoxxiend to uhe DCI specific action vltn resoect to an’ indivi dual onS 

of 

inuereoixs ox mie Ux..ice concerned. 

-'-^^oleaen-xr.^^ioa o O the Grresr Gsrvlce i-*ro pr.xiTi (see I'sb X) 

o- . he plpTOd that the firsO steps in the Cnroor Service l^ovrr.n 

cu. oe announced ccno. put into exiect on the first nv 


«• 


i httacliien' 
Tab 
Tab B: 
Tab C: 
Tab B: 
Tab E: 
Tab E: 
Tab G: 
Tab II: 


25X1 


.j.g , • xViJ.'Jn j )1 Yj. .■L-I'I 

V^-anizatin-n wnr- P-, . ’ Chairman, Career .Service Coiiittee 

'-'X s.'^ii^uuion anc. Jrx’ocedux'e 

The Career Service BoLicy 

The -development Pi’ogran 

E iiployee Evaluation 

Career .Benefits (P^t-ached by Mr. I^eddeTpAA 
Rotation 


The Career .Service .Boards 

-..ipleji'ienbiibion of tiie Career .Service Rrogram 
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0R&AH;:Z/:iT0iT LK') P,iOCZDUlIE 


1. The Career Service Coraniittec rras apoointed by the CGI in Septsnber 
1951 3^id has the folloTimi^ :ne:'abership : 

General J? . Trubee Davison, /.nsistant Director (Porsonnel), Ghaiman 
Colonel ilattheTj- Baird, j^irector of Training 
Sheniian Kent, /^sistant Director, ODD 
r I , Depiitj'- .Assistant Director, OSG 


3asxs, 


~n apnointcd ibcecutivo Secretary to the Coiiianttee on a full- 
ine Coi.ii'D.ttee holds treekly neetjn"s. 

25X1 


Goi-nany, iias uu en^ BiiF.a,';eu as uonshltairG to tiie (iavp.nr^ 

I ^ I concerned rath the executive ;Gevclop:iient ihro^raM 

I I s:lnco the i.Jar, spends too or throe days per ’.reek in .Tash- 

inpbon ao.visinf;; the Goixjittee and the .7orld.nf- Groups on siarllar proble;ns and 
tho^ solutions to them that have been reached in industry. ,Ie also serves as 
a charuiel through rrhich data on luidustrial career and development -Dro"*ra/.is 
can be discreetly acquired by Cl i. " ' 

3 ^ S3_<». Dorkin[j Groups ha.ve oeen established to aid in C2rr''rj.ii'' out the 

Tission of ohe Career SeiuD-ce CorvAitteo a.s speedily as possible and to cre-'^te 
ajoroad bass for olanh.np purposes. Each proup consists of about six Persons 
01 'luvr.sion or dtaif Chief or Deputy Assistant Director caliber. Tbe rroups 
■,Tore PGsirpied a. series of oroble; is as shonn in p,araj,ranh 7 below. 

h. The several 'ssistant Directors Tj-gra incited to particioato by as- 
siqninq those persons to the ./orlonr Croups on a part-time, m-a.dd.ition-to- 
other-duties^ basis. Th.e ■./orkinq Groups wore chaiq-cd vath. effecting solutions 
to their a.ssiqnGd proble-p.s from an Ai:ency-rado point of -<rieiT. At the suiie 
J.me, oa.cn Jorld-nq Group was directed to satisfy the rec'^ilrements and hai-noto ze 
the interests of the various Offices represented aixl, ttoou^fi inform.al con- " 
suloi-.oion ana pre— cooraination, to insure tha.t the interests of Offices not 
2’cprcsentec.. ’rero considered. 

5. Cff ice membership on the V/orld-ns Groups is deteiviincd by priiany 
miterost xn subject laatter. The ntacutive Gec-cotary o.: the Career Soi’vj.co 
Coirxiittcc meats t'/itli each of the ./orkinr; Groups and coord: na. bos their activ- 
ities. The V/orlriu;- Groups hold rcrular mcetin' s asici hear i.:r s rjiw.ch are 
mua.lly aoscno.od by oho Consu3.ta.nt to tne Career Service Co:x'ixttee and by 
such experts and advisors a.s the qroups invite fro:?. t:h?e to tii?e. 

6. The '.Jbrld.nr' Group on Gelaction Criteria, and th.e :Jbr]d.n', Crouo on 
n.nloyac .ila.t: np ha.ve coiiiol.eted thoir assipmonts (see labs C, b and G) and 
a.re j ia.k.i,na’ tnoir j.xnal reports. . nev; ./orkinr; Crouo is be5..y orpaonised, 
reolac:. 11;, these two, :hiich mil dovelop the next nhase of the Plan rrv / 

gr 
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j-t rrill bo expccbod to couploto ito asoipiiisnt in FebriAor^-. The Vjoricinrf 
Group on Careor Benefitc is e^cpected to co:,iolote in i’obruarj that 'onrt 
o^f its assi:punciit viiich does not roquirc l.er;icl' tion (sea Tab d). The 
.lOrlcj.ng Grouos on irainees^ iilxtension Training and .dotation are exnected 
to complete their assicrenents and :r.ako their final renorts -in February 
(see Ta,b ?). • - - j- 


7 . The 
as iollo-'.Ts: 


aenbership o.f the ;Torld_np Groups and their as .■i[;niisnts are 


25X1 


ILLEGIB 



Pr oblem : 

lo investi ^ute ifa.ys and ..icrns ox anunv-.tin,' the Gan'oer 
-Cx’vice Proi'i’an v.d.on respect to ej.iployee nmticioa.tioxi and 
to reco — Tieno. to tne Gareer Gervice Gormi/bbee criteria, by 
i.hrc.n e.ioloyees become eln' ible to oarticipa bej to recohoeixl 
one neciirnics or selecnioii (i.e, ‘.Thcther there should be 
selection aiid revion bo.'.rds a:id nhat their nunber, location 
and corioosi o.aon snoulo. oo} ancx. uo •recoj.i.ienal t.nc do' ree to 
■which selection ovorn.inq partici ir’tion .in "bhe Career tor- 
vice .i-Vopran should be centralized. 


b, h'orlcinq’ Grcuo on 


25X1 


)?roblc';i: 


To reco.-'i.i.eno. 'bo the Gaceer iorT.dce Gonai'b’bee a systen 
or sys'te’’s fer r."’bin[, e: iployeos and for ovrlurtin- t’leir 
on-'the-job perfcraaiice th.rt cr.u be i' ■■uedirtoly nistalled 
c'.i ail "oicocri-'iental" basis; to recon leiid -..no-uher there should 
or snould no'b bc;, an addi'bionj a -re lort ccn'bai'nin" an es'tn.iate 


'oho e-nloyec's potontlal'i t.y and r 


eco':.i- 


by the Gupcrv:l.''or 

j.iendation .for future aGsi,;n.jent to 'cther ■..•nth a 

assipn lent; to en- 
Mted .hi^bo 


G'oiVGcnen'b by 


bho oniloyee of his prefe'rencc for fnbure 

ys be.is reco i.iendcd ccsi be i.ntc 
a oaroer norin.GG^ ^ Proqra;-.!; -to rccor.i lend .ue^bhods of a ^)proach-in:; 
unif oiv.ij. by in ratiLnp s^ba.xid.':.i"dE a^id ■to eiisui'o 'bliat ra^binwe are 

re Sxion s ib ili bi e s ; 


Giure ■tb.a.t rat.t:. 

C . C 
mii 

roGponsive tc .job uutlos ar-o 

pPOCGCtll.'. 0 S j. OP T-IGO OX 'OilO X'OGpGC biVG OJ?j 7 '.LCGS 

i'’ftinips^ to recci.i.’.ond procedures for 
no sixicatiLon of ratjji;jSj and .dor ro^vici.’' 


, oo reco..iieiid 
i'll handl'i,..'.'--: 


na api. 


30'aaiice and 
3sl 'Gec.hniques. 
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■■/orkinf» G-rouo on C/Jli-Sl 


ILLEGIB 

25X1 

25X1 


0 ., 


?roblo?ii; 

To ^rcco.xneno, to the Career Sei-vice Co-inittee the scooe 
0.1. anc'. C'.o'.ree bo ■f/ixicn Career ‘:cne;u'.ta are nccec.aarj'' and 
c.esircble; in nhat nanner eheoc can be s.p ;liecl to develop 
cn esprit de cor:)S5 lion, :n sartlcul-r, trnpible or in- 

u.i.on eia.y be r.iade in coimcction ^altli as'’.i.''.pi— 
.1011C.O GO j.iaro,s.'.ii p or unjiea.l'Oiij.ul oversea n ocstsj lion to 
adixoiister and to deter.dne the application of hazardouo 
dubj''^ pa/j i.iiotner bonuses and meritorious ‘oronotiono can 
or shoula be used as reiiard for outstand..n'; oerfc.r;.iance or 
as canper.sation for achieving and uaintaininp certain skills* 
.aieoiier a Siiecial retirement system is needed and if oresent^ 
isabiliV ana death conmens.-tious are .-ideouatej to recoirnend 
a lefplslative propra-a to effect the above. 



25X1 


Personnel 


Ih-oblem: 


of 

evaluating;. 


To roco.raend to the Career -Service Coi:iittee netliods 
locatiiy, selectinr;, recr uJ.tin;-; , sec’ority clearing, 
assessing, aid tosti}!' , traiiiinr and assianlna trainees: to 
ccnsiaer criteria and standards for tlieir selection and cur- 
ricula for their training- tc investigate the laapnitude of 
unis pro-pra.m and the appropriate intaJee; to recoi.iend .leans 
o;r. coordiiia.tin:; this propran irith other propraiis in the -ipaicy 
lor proceosinp^nerr e;.iployeesj to consider and recomnend security 
aea.sm-'es, jQiiblicity and public relations policies to be adopted 
in connoc‘G_on rm.-oh the propraiij to deteriiine hoTr sipnificant 
covert opoertunities ejicouiiterod in tJiis propra i are to be 

sealed o.lj. and channeled tc tne aporooriate covert 

ofiice. 
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031 ( Secretary) 

, GO 
OoO 


Problem: 


_ To ^survey the t^r^oes oT extra-CIA trainin- th-"t are 
requirea and to reco.i.iena to the Career Service Com'iittee 
policies arid procedures for puttiiir into effect ai exten- 
sxoxi traininc program or programs a.) in universities, 
colleges and laboratories and other research and educa- 
_-onal institutions in the United States and abroad, b.) 
in service schools and colleges of the /nmed forces c ) 
nn usury, a.) in otner United States Government A"encies, 

P A tat'^lxisenoo =3r^:ce= a„I ’ 

^er^iixenoly j.oreig..i governTient units and staff 
colleges; to inquire into and to rsco:niend methods of se- 
lecting xiidxviduals, 3cheduJ.es and phasing; to Aivesti-ate 

-connond ssoASy 

■ rA by rorson of Hiooo oxtra-C.. ootiv- 

Ai h.i , '-rp ■’“’E IJI .;enoiT.l should bo offei-od in CTf 

and nnat outside. 

f. iTorking Group on RCT 'lAJj.'I 


25X1 


Problem : 

lono ^-ecomend to the Career Service Caiiittee a eolicv 

h pollcios and prooedm-es 

beWnAo 

sS2ui:d 

gf - -SSAtngggjgg 


h - 
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^ jSESUSm INFfiHfSATlQh 


THE CAREER SERVICE POLICY OF THE CENTRAL INTELLIGENCE AGENCY 


The course of world events has put the United States in a position 
of world^leadership. ^ unparalleled opportunity exists for persons of 
integrity, ability and determination to serve their country in the in- 
telligence field. 

fulfill its mission, the Central Intelligence Agency 
must offer attractive careers to able people. The CIA Career Service 
Program answers this challenge. It provides an opporttmity for you anH 
the Agency to work together in developing yorir abilities and qualifying 
for advancanent. 

In simplest terms the Career Service Program seeks to ensure for 
every person in CIA fair appraisal of performance.... a carefully planned 
development program. . ..and advancement based on demonstrated merit. You 
will get a full explanation of each step in the Program as these steps 
are put into effect in coming monifas. 

Cooperation in career development between the Agency and persons of 
iabilxty will ensure that the present and future intelligence requirements 
<jf the United States are met. This cooperation will also ensure a full 
iuid rewarding career to those persons who dedicate themselves to the 
security of the United States. 






^or the signature of the DC^ 
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CiffiEER SERVICE COMf.HTTEE 

Working Group oa SELECHOM CHETiSIA 17 2$$2 

IH CIA G/SREffll SERVICE PROGRAM 

lo UmODDCHOM 

Ttso mjor assumptions for planning ars accepted? 

Ao As sunsation # 1 

«<»EmBunMliinanMaawlnn» 

I A Career Service Program must embrace each eaplovee from the dav 
he eaters on duty with^ through •'die day he finally separates from 
8«d beyond that day to include all retiremmt and other 
Wiivs dTO h3.m or dependents. On the other hand it must dis« 

place future key Agency es^utivas and admini0~ 
traoors* The Program, therefore, will comprise tm major efforts; 

(1) p-rstj continu 3 .ng effort tosTard effective Agea«w psrscmnel and 
training programso Shis affects directly Si elployeS^ 


accoiaplishss such tasks ass 
(a) Recruitment and Placement 


/f.'i DOCUMENT NO. ^ 

^0/ a^loyee avaluatian no cK&faes is cuss. ^ 

□ DEeUbSfiSJ'.iS 

(c) Salary and Wage Administration cu2s.^s;5/.f:a:i;,;.-5: ”3 s ;• 

I..U . 

(d) ©apiece Eelatioas and Gouaseliag llrZ . 

(©) Monaal ^doetKlnatlon and Training 

(f) Reyirenjsat and other benefits and prerogatives 

Career Servico Program, than, applies to 
mployees and staff agents without distinction 
as to grade, assignment, professional or clerical status, 
length of service aad allied factors. 

(2) Sacmd, the effort to (Escover and to ©ssploit fully iiie po- 

a employees. This is essentially 

a Development ftcogrant to insure the best possible use of Sev 
eng)lo^es. fh© effort put in the development of a given eS^e 
^t be determined by and Justifiable only on the bSis of^o?^ 
-tenuxal and proven abilx%-o The result of this effort is not 
all-embracing, but will vasy with the individual. However, it 



COWFIBENnAL 
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l!af€SK.ag'.tjiki 


s-jo .iJjaas:,' Cia ■tH?§ oss hysd 


,''^5£cfelaa <• 

i . lavomw-e cson'iii:uxug -jr^d 5^Rtsnsisfe 'tea-^Dlr'C' . 

or Agansr in ^ Job “S 

Agaxisy ksy es®ctxfeli«jp se 4 sd'Pii*^ 
S-^TOlorpssri ^f©gx*am Td.ll bettes* 

S"£iS,i“r <w.i= 

( 4’.} SotaMcs 

Cb) ^-fea5ffiJiig CseaiJa&T smd eoTS3?sa8) 

(q) At 2%- asjs?.gi5ESHlT0 '• 

Ssf 3i£^>«r:d.3al 

^v‘!i ^ aesxgi'sarriis aush as lat-la: 

tLxexss '^sp'io of S'iata Po31sy .?la???;,:< v?.: 

®aplc^6 aad stef^ g^eyt 

PaPti[?'3ar^- I>FS? aesepla eaploysieati, bsfsoiEa s 

" ueaeiX-os aad rgsponsibiriltieso - 




^ Cl 


•'■''° ifSi 

“* a*«at® p^bieipato in «» fc«w 

SSS, P^'^ldoipntlCE in Its D®*lnp.-,ant 

pinli?4'i- :b s-aciulrsd. ao jamaindsn n> Sj-i? 

le.L-- -.-es f,o tkss© uQleo'siGic ss*its2d.®o ” 

HKOO;f'IEi\|DASOi 

ft-PSS-«r '■ 'iP PaPUslpatn to the BewnapEsn'l 

S^I.rS'SJLf: Gas-eer 

©ffipic-'-e®!*^ .--a «..?3.-6ing by -i^e 

®rc3» doted ■« W«(;.,-4TSsi? ^ Sns’JisG Fin- 

and! J9«.SK;nlinn of Vonai" si-. 

gxa smtSm of th® oSiioras” “ ®* ^**<* *•» y» 

p-KJi-o'ffen. w± 1133 Cl A Cas^sr Serrico Boardo 
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CODJFEDMTIAL 
SesTjslty InfoCTaticQ 

ovOTssas CIA post for jMch Agency determination qualified 
joncis© and physically. ' . 


(U) Seemlty concurrence by I&s Office, 


Bo Eligibility to participate in the Development Program ahali be de« 

teimned only on the basis of the above-aas^ raquireniBEts. It is 

to be noted particularly that: 

(1) No age liniitations are set® 

(2) Civil Service Commission certification is not required® 

(3) No formal educational requirement is prescribed. 

3® DISCUSSION 

Ao Re IntrodTsction 

The plann^ing bases laid down in INTRODUCTION stem from Wo major aims 

(1) To banish from eraplcyees« minds the fear that the Career Service 
Program is a scheme for creating and nurturing an elite corps of 
a favored few. 

(2) To Eake the imentives and benefits of the Dsvelopaaat Program 

av^Xaole to those Agency e^loyses demonstrate potential 

and in Xong^^tpQj® CIA 


Career Service Program contract, consultant, 
and spec3.al ^ent categories® It embraces those isho work full tims 
wxth no predictable short-term connection® 

Re ”ft fov€n satisfaeterv serviorf* 

'''III iliiiWiH ■ 

This is intended to penait flexibility while also setting a normal 
req^emcat of two years’ CIA service in order to assure a liaSSbl^ 
m^rm standard throughout the Agency® When the ^SffiCQ7 Career ^ 
^rvice Hoard feels an exception is justified, thia proves a 
regular procedure for requestijig the exception® 

Re "Seeuxlty concurrence by 

i 

This leaTas control of security requirements with I&S® 
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CONKCDSMIIAL 

iBfonaatioa 


Ce Iner^aaed opporfemity for 

Bo lacreased opport^aiitgr for edw 3 s.tlon - Td^iin and ou'bsido ClAo 


E. Increased assarajca that he vdll go as far as his aWHtjr justifies. 


or ^ Indlvldudl of promotion 


1 


CONRCDSNTIliL 
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w 


jULCIAC :^VA.]r;i/lTIOr! 


ILLE 


3 : 

i\B 


1. The Committee has not concjucted. any originaJ. research in the 
con'oroversial field of employee rating or evaliirtion systems. It has 
been guided, hoirevor, xn reaching its conclusions by the voluminous re- 
search that has been conducted since the './ar hr the /jraed l‘’orces, the 
Civil Service Coiimiission, othei^g-ovorninent .igaicies (especially the 
Beparuaeno oj. Stroe) ano. industry, including nanagemont consultants. 

2. Conclusions ’.rnich have led -'oo the development of the probosed 
Personnel i.^valuation Report are: 

j 

a. ihe primary p'urpose of an evaluation sjastem is to insure 
to the /gency ana to the employee the best use of his 
aptitudes, Icnc/iedges, skills and interests. Evaluation 
of these factors is the first step in planning a career 
development program for the individual*. 

b. /n employee evaluation system, to be effective, reouires 
proper training of the supervisor nalcing the evalua.tion 
and discussxon bett/eon the employee and the supervisor. 

— valxd eotiaa.t:.ons of performance can only be made 

if -Che employee has thoroughly understooc. -lAat s expected 
of hin, the system must rlnsure an undersuandiir.; betu-een the 
supervxsor ana uie employee concerning the Job to be done. 

:. /.doption of a^ "forced choice" system is not practical rath- 
out an exoensive research program rrithin GI V esetendirm^ over 
a period of at least t^.^elve months. 






□ 




It “ tee rr-oii^s, that lea; to co iporisons beWn 
e-tployeos on the baoie of single .-ojectlve or nmerlo-1 
rj^inss, loi’Eely subjective and difficult to standai-di-ze 

apoenl Procedures; ' 
c-nd usually serve no constructive punoose. 


A sxngle basxc system is necessary in order to Provide 
common denominator for the svalurtion of call employees. 

trativelyr^^® a.ccainis- 


It 


futuro-pot'^SSr“ro2t“ performance and 

mfre'fokra^ o^aSSr 'mSalT “"A execution, 

be prepared and Moctrtnitta orSi'^^W^ “““ procedures -. 0.11 

svstem roes into effopf Un’-v, ^ 7^®’^ .a.lx oe j.‘ecuj-rea r/nen the 

indiifoual v,L i a inn realise that 

"employee" lookSl^g tip! do-sn the ladder, is also an 

foUo..dng. finer changes a^e ore^Luvt^S iMiedlately 

is exoected on 28 Janii^’rv ') -a. ^ ^axs. .jiotner draft 

CIA-RDP80R01 731 R001 1 00150001 -7 


7 





Approved 


elease 2002/08/21 : CIA-RDP80R01 


R001 100150001-7 


Approved For Release 2002/08/21 : CIA-RDP80R01 731 R001 1001 50001 -7 


GIB 


Approved Fo|£elease 200 





IA-RDP80R017JK001 100150001-7 


■p?.rt I 

.'jiditional Benefits Besii'ed G)J. 


0 . 


c. 


Benefits Desired 

idditional pay for various tyoes 
of hazardous duty. (vBee Part -i.) 

neritorious a.rard sysuoia pro— 
'vo-diio.''' for recoyiition of dis- 
tin-yi-slied servj.ee to tne ’.f^ency 
(soiuevrhat shailar to tnat o.. the 
.0epa.rtment of ,.t:te). . :ja .re.o '.nay 

be by vasdal, eoruific te, •. lonetrrj'', 
or a. CO ibjjirtion of all tiXrce. 


.... Cl' - overceas post classification 
syste .J 'provid.liia benexi os x’espon— 
sivc to unliealtluLul conditions. 


.acti on lcouj.reo . 

-looroval by the BC.'B 
(Sec Pert If.) 


-.yorovo-.L by "c.ie j>o.l. 

(In the case of ..ledal, either 
leticletive action or approval 
’o^'- bhe .drite .^iouse -nould be 


rec.'dired . ) 


..'. 0 orovc-l by the -jC.l . 

(if the benefit ccixferred 
additional credit r/y..nst re— 
tireuentj lepicD-ative acoxon 
is roouired.) 


d. .'.oolications of 


the prir.ciples of 
the United .tt. tes Linployees' Con:- 
oensation ct to deoendents ox 
C'Uoloyees en|'Ty;;ed J.n liazrro.ous 
duties r;h.o are themselves exposed 
to na.zairo. • 


c.. 


Loyislative action. 

(■'.Tliile teclonica.lly the .jCI 
could, r.uthorisc this oeneiit 
for xtnvouchered personnel, 
there is no a.u.tnority xor tne 
B31 to a.Tprove simlar benefits 
.for vouchor ed personnel. Spccxiic 
provision .for this ocne.x'it ara.s 
uia.de in tlie proposed -.-ordiny of 
p, L, 110 orior to its cna.ct’TiOnt. 

.'t that thiG, the Bi’rcr.n of che 
Budyet I’ecuGsted its deletion on 
the grounds that no precedent 
existed for such a. provision. 

Jhu-lc it is true that scie precGo.ent 
.las been estabj.xshed irita respect 
to the .'r.ned .Bervices, there is none 
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Benefits Desired 


■iction Requ-ired 


e. Deat’a r_,ratuity of si:c iionths' base e. 
pay to dependents of 0 j_j . eraoloyecs 
v/hose death occurs in line of duty 
•nhiD.e ’ serving overseas. Definition 
of the tern "line of duty" mil be 
reoiiired. 


f. Pay, rri-tliin-grade raises, and grade f. 
oroiaotions for vouchored funds per- 
sonnel VAio pxe detained involuntarily 
by foreign governments. 


Legislative action. 

(The saxie comments as in d, 
above, are applicable iTith 
respect to this benefit, ex- 
cept that no specific pro- 
vision has been included in 
proposed CI .1 legislation.) 

Legislative action. 

(This benefit can be granted 
bj'- the DCi only to unvouchered 
funds personnel at present. 
Vouchered funds personnel 
'.Tould be covered by Denate 
Bill lo. 1820 - designed to 
replace the hissing Persons 
fet - if it is slightly 'Tiodified 
from the form in ’..ixich it rras 
origina,lly introduced so that 
it '.rill co/npletoly serve CLl 
interests. ‘Iso, further mod- 
ifier tions are rcouired to meet 
objections of Q.-D and the GDC.) 


g. .1 more liberal 

Ii. in appropriate 
systeiii for all 


retirement system. 

and rxleciuato leave 
overseas employees. 


g. Legislative action. 

h. Legislative action. 


i. Better group health insurance. 


i. riot certain. 

(Under study a.t present r.dth the 
CI/i.-Gponsored Govorniaent ilrployecs 
Health /nsociationj a.ction rc- 
qu.ired irill depend on the benefits 
to be achieved.) 
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Part II 

j'jiditional Pay for Various Types 
of Hazs-rdous Duty 


1. Pilots or creu members of air travel or gliders snould not 
receive extra pay for performing pilot or creu duties as such, ^douever, 
•oilots, includinG members and passengors uho partxcxprte xn aerxal^ilxght 
over areas riiich have been designated as hosti3.e by the Director, ^enoral 
Intelligence /.gency, should receive extra compensation oi .-50 xor each 

trip . 

2. /I similar amiount should be paid to employees v:ho enter such areas 
b^r PHY other means of transportation such as by marine operations or border 
crossing. In no case should employees receive extra compensation exceeding 
50 per cent of base pay in any given month. 

3. igency emoloyees certified for jump training and jump^instruc- ^ 
tors should be compensated for hazardous duty in accordance ijith the mili- 
tary officers' schedule for such dutjr ( ..'-lOO per month), subjec b to tne 
lliitation that such payments TJill be for a minimum of, out noo longer 
than, three months' duuation for trainees. 

Ij.. Submarine duty should, not be compensated, for oy hazardous— outy 
pay. Houever, v/nen employees enter hostile areas, desipiaued as ^sucii by 
the DGI, as creu nanbers or passengers on subnurines, 'ohej'- should be^ com- 
pensated for this duty under terms of paragraph 2, above. liLso, no naz- 
ardous-duty pay should be made to employees during their training in sub- 
marine-escape technioues. 

5. Under aoprooria.te regulations, xnd?.vicu.als sna.!! be enbibled. to 
receive incentive" pay for the performance of hazardous duty _ involving the 
demolition of explosives as a primary duty, including trainin,"; for such 
duty Trhen such duty is required by competent orders. The rate o_ pay rrould 
be gilOO per month. 


The term "duty involving the demolition of explosives" snail 
be construed to mean duty performed by members, incluiding members 
in training for such duties, iTho, pursuant to competent^ oro.ex’s and 
as a priiTiary duty, demolish by the use of explosives, oostacles, 
explosives, or undenTater objects, or recover and render harmless 
by disarming or demolition of explosives nhicli, ha.ving been Pro- 
jected, launched, dropped, or laid in a normal manner, have failed 
to exolode as intended. 


- 3 - 
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Demolition duty also includes the performance of the above 
duties by instructors and students as part ox a recognition course 
of instructions in such duties, even though simulated e:tplosiyes, 
munitions, or charges are used, provided, horrever, that, in "ohe^ 
cotirse of such training, live ejqplosives are employed as elements 
thereof or for their destruction. 


6. liimployees engaged in 


' |o,angerous 

duties' should receive extra compensation at the rats of bU per cent of 
their base pay vriiile actually located ii an area designatea as nostile 
by the DGX. 

7, jihaployees liio engage in du.ty involving infiltration into 
CoriiTonist or other organizations inimical to the United States snould 


receive extra compensatxon 
nhile actually so engaged. 


a'G "one 


ate of $0 per cent of their base pay 


ILLEGIB 


8. Certain hazardous-duty ca.tsgorics provi-ued for by l3::r ha.ve been 
eliminated from this list on the premise that position classification 
and determination of pay scales ha.ve already taken into considei’a-tion 
these hazards. 


9. Employees should receive extra pz.y on the basis of any combination 
of the above categories, except that in no case should the total extra pay 
for hazardous duty exceed 3’0 per cent of the employee's base salary. 


10. Adequate administrr.tive procedures should be established nhich 
--j-j_ll p.ssure- prooer qualifica,tion anu certiiica. oG-on or Ga.io1o 3^3CS eligible 
for extra pay under various categories of hazardous duty. This may require 
the establishment o.f a. centrally-acuninistered Cl'..', hazardous Duty Board. 
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ROT/JnOH 


1. Rotation is the process of systematic designation and redesignation 
of' an individual to various Icinds of duty and training for ■ the puroose of 
?.mproving his capacity/ to serve the Agency. 

2. Specifically, rotation aims at the follorring objectives: 

a. For the Agency: ^ 

(1) A. more effective and more economcal utilization of 
the A.gencj'-'s manpo’/er. 

(2) a. raethod of improving the selection and broa.dening 

the experience of indivi-duals to serve in key positions. 

(3) fhe cialtivation of an esprit de corps based priiaarily 
on the rerrard for merit princiole. 

b. For the individual: 

(l) ^assisting him to do his present job more effectively by: 

(a) Increasing his laionledge in depth in his field. 

(b) Providing him vnth nevf skills, techniaues and. 
methods of perforiuance. 

(c) improving his ability to plan his trorlc and to 
direct and supervise others in it. 

(d) Increasing his understanding of the necessary 
relationships of his job to those of collateral 
and higher echelons of the .'gency. 

'.2) Preparing him to undertake jobs of increasingly • renter 
responsibility commensurate ->rith hJ.s gro-.rbh potential by: 

(a) Broadening his understanding of the objectives of 
the .Agency and its mission. 

(b) Intensifyalng the development of his planning, 
managerial and sunervisory skills. 

(3) Providi'ng hi;i 'lore opportunit:p to find the field in 
ifnich he does best. 


ik) Removing an individual from a "rut*'. 
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Woi'king Group on SELliCllOKr CRITERIA 12 Deceanber 19^ 


_CE:]TR.AIIZATI0I.I of selection for FARTICIRinON 
IN THE CIA CAPuEER“^ERVlSirM^E! ^ 


1. INTRODUCTION 


The T/orlclng Group agreed, to consider the sub;ject of centralization 
ox selection of candidates for participation in the Career Service Program 
in^ovor-’allj general terms as distinguished from the procedures of the 
selection process v/hich liTill involve detailed consideration of such spe— 
cxfic items as promotion policy^ selection outj and so forth® 


2 . REGO-,'r-!E!IDATIONS 

Ao Policy respecting both the selection process and the operation of 
the Program should be conti-alized ixi a CIA Career Service Board, acting on 
ooha^ of CIA as a tjhole, 175:^1© the mochanics of the selection process 
should be decentralized to /pf£±c^ Career Service Boards® The' procedures 
and details of operation of the Progi*ara should be a primary I’esponsibility 
of Assistant Directors and Office Heads In order to provide further de- 
centralization, if the size of a particular Office or comparable unit makes 
efficient and equable processing. Assistant Directors or 
'Oj.fice Heads should create additjonal, equally empov?ered boards as nocessaiy® 

B» CIA Career Service Board 


1® li!!embershipj a« Deouty Director, CIA or alternate 
b» Deputy Director, Plans or alternate 
c® .Deputy Director, Administration or alternate 


d>. Director of Training 
e® Assist.a3.it Di.r3ctor, Personnel 


25X1 


Secretariat (Career Development Staffs 
Personnel Office) 


2a Functions: 


fi) 

TOBOTIBUT BB. -—-—a, 

SflO CHANGE IN CLASS. □ 

CL^SS. *“• 

HEXT Rii. . w - - 

.AUTHi «R , 


Davelj 

pVL'^r/y*j 

... c 

Ctjntrai intelligence and serves as his ad- 
visor on all .natters, concerning the Prorram® 


MS policy governing the Career Service 
jm for submission to the Director of 
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SECURITY lUtXDmTION 


bo Mvises, and reviews the functioning of, 

^ffic^ Career Service Boards* 

Co Revierra the functioning of the Career Service 
Progi*aa including; 

1) Approving, on a continuing basis, sel« 5 tion 
standards employed in the training ar»ri ro»" 
tation programs o 

2) /ict^g as f inal board of appeal and adjudi- 
f^tion ^ all Career Service matters involving 
/pffic^ Career Service Boards, Agency Offices 
or con^sarable units and individuals* 

Co /0ffice7 Career Servic e Board 

lo 'lenbership; a. Assistant Diz*ector or Deouty Assistant Director 

(or Office Head) 

b* Staff or Division Chiefs (as apoointed by 
Assistant Dii-ector or Office Head) 

\ . 

Secretai'iat (as appointed by Assistant 
Director oz' Office Head) 

The proceedings and actions of each Office Board, including the list of its 
^ be available on a rcgalar baeis to the 
SS’op jeco.m.iended tnat considoration be given to augmenting the 

Office T/0 s, xf necessary, zzj. order to provide the necessary Secretariat* 

2o Functions: a* Serves^ as ad^risor to the Assistant Director 

, or Office Head and acts for him on all matters 

per Cif.i.nii'ig uo the Careei* Service Prograia* 

bn Approves or disapproves selection for initial 
participation in the Career Service Pro^'rain* 


Co Directs within the office, the application and 
functioniizg of the Career Service Programo 


DISCUSSION 


iiiat the current orooosal for estab- 

lisliraent of a Career Development St^f in the Personnel Office was sound 
^d essential* './ith regard to the Career Service Boards it^c 

the opinion Selection Criteria '.Tox-icing Group that only Assist mat 

^irccters or Office Heads, their Deputies, and Staff and DiT^s’on Chiefs 
snouM 2002/08^1 ^ CIA-RDP80R01 731 R001 1001 50001 -7 
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. -ction 


-i.uuuG 0J_ statement on the Cr.r8er a, 
Horvicc J.-’olicy (see Tab B) 

J-SGue Pi'ocedure conccrn;.n[i jJnployee b. 
-■•ivaluations (see Tab Jj) 

Issue Jmnloyee .^vrlu-.tion ll nual end c. 
onnoimce :'.ctainiGtrativo Indoctrin- 
ation schedules 

■ictivrtc the C.‘. I Career lervice 
]3oa.rd and 

■ -c civa. GO one ^^0i;';Ice7 Caxeei’ Ccrvice 
Boards (see Tab C) ~ 

Issue jdrocedurG concern:Qis parti- e. 

C '.'T tion in the .Oevolooniont i'-'ro'^r-'^m 
(see Tab C) 

j.ssuc .;iS Gaolis’mont oX‘ biGtbifpj.ished j?, 
■Ici-vice . :.fard Program f sec ''"'ab I 
Part ::) " 


Aooixxcation go a-11 x^srsonnel 
by C.-b ilotice 

0 o.i_x icc- ii/ion ‘oo r.ll A‘*ox*GonnGl 
by GI . notice and^GIl Pue-ul' .tion 

jlistriou'oion to all Personnel 


i.o gI.i. :lc ■ txon to all Personnel 
L)v rjj_ _ "’*b:’.on 


■^To bxj. icG. cjLoii x>o r.X3_ .i.^Gx*coiinGX 
by CI.I Pot ice 


-.0 Gi.Ticat'.on to all Personnel 
by Cl Potlco and Oil .legulation 


-ssxie sa.sarcio'ac Put^' I'ay Policy and 
Ichodules (sec Tab 1, Part I and II) 


i-o gx^ XG " tion to cmoloyoes axid 
st ,x_ a' onts concerned bp covert 
oxXice cii'crlars and Crniidential 
Punds ilo' ml ’■ tions 
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